
Up until 2012

 Sojitz’s greatest asset is its people. As globalization 
accelerates, Sojitz is developing global human resources 
and creating systems to support their success. 
 Sojitz operates worldwide and has traditionally 
emphasized global human resources. We formerly 
relied on the ability of our global human resources to 
link international and domestic finance, products and 
services. We still need that ability today, along with the 
ability to create new value in cooperation with our global 
partners, who come from a wide range of backgrounds. 
Sojitz is concentrating on initiatives that meet its need 
for global human resources in this new era. 
 After the merger that created Sojitz, we went 
through a period in which we created the Company’s 
fundamental systems and frameworks. Then, in 
November 2008, we initiated the first phase of the 
Global Human Resource Strategy. At that time, our 
overseas operating bases had a problem: local 

employees, whom we refer to as “national staff” (NS), 
accounted for more than 80% of the employees at 
our overseas operating bases, yet they were not 
sufficiently represented in management or fully utilized 
by their managing staff. NS understand regional 
needs and cultures and have networks in local 
communities. Promoting them to manager positions 
and improving the capabilities of our human 
resources are directly related to enhancing our 
competitiveness. We therefore developed a system 
for optimizing regional offices with NS and RS 
(“rotational staff” assigned from the head office), and 
implemented this system in each of our regions.
 We began by reviewing personnel and evaluation 
systems and clarifying the criteria for promoting 
managers. We also developed a training system that 
deployed the expertise of the head office and each 
regional office around the world to arrange various 
training programs.
 In particular, Sojitz has placed importance on 
training to cultivate the next generation of NS leaders. 
We formulated a plan for nurturing leader candidates, 
and have held the Global Next Leader Development 
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Program (GNLD) three times since 2011. For the 
GNLD’s two weeks of intensive training, the next 
generation of international leaders gathers at the head 
office in Tokyo, where they discuss Group-wide issues 
including vision, strategy and business judgment. 
Both participants and our regional offices have been 
very positive about the contribution the training 
makes to leader development. 
 Sojitz has also enhanced training for RS prior to 
deployment by introducing the Short-term Overseas 
Trainee Program, which provides one to six months of 
experience at overseas Group companies and 
regional offices. This system complements its 
predecessor, the Long-term Overseas Trainee 
Program (1-2 years overseas), as well as our 
language training and MBA study abroad programs. 
As a result, all young employees at the head office will 
gain overseas experience within five years of joining 
the Company. Employees who have acquired 
experience through these programs have a 
pronounced understanding of different cultures and 
diversity, which is essential for global business.

 The foundation for the Global Human Resource 
Strategy is in place. At present, 15 national staff 
members are demonstrating their abilities as general 
managers at overseas operating bases.
 However, the future is our priority. Initiatives up to 
now were only the first phase of our strategy. In the 
second phase, Sojitz will continuously develop global 
human resources based on a new system to increase 
our competitiveness. We are now accelerating 
initiatives more than ever before.
 In addition to the GNLD, Sojitz launched the Global 
Professional Development Program (GPD) in the year 

ended March 31, 2013 to improve specialized skills 
and communication capabilities. We also plan to 
begin a Global Leader Development Program (GLD) 
for senior managers. Moreover, we are making 
systemic enhancements such as making internal 
information and communications bilingual, and 
constructing a global human resource database.
 Global competition is growing fiercer. Sojitz 
therefore needs to further enhance the sophistication 
of its Global Human Resource Strategy to ensure 
competitiveness and sustainability.
 Eijiro Izumi, Global HR Team Leader in the Human 
Resources & General Affairs Department states, 
“There is no finish line when it comes to developing 
human resources. That is why we will continue to 
develop people who can work together with our 
partners to create new value in a tumultuous world.”

▲   

The Global Human Resources That 
Sojitz Requires

 Sojitz requires people that combine four strengths and three 
qualities with a deep understanding of our corporate philosophy 
and management vision. They have the ability to manifest those 
strengths, qualities and understanding to deliver added value to 
the Company and their organization in an international business 
environment. They also autonomously achieve objectives and 
cultivate themselves while positively infl uencing their subordi-
nates and colleagues through their behavior, with the drive and 
desire to improve the entire organization. 
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